ABSTRACT
INTRODUCTION
ob performance in various fields has caught the attention of researchers over some time now, particularly in the education sector. Job performance, therefore, is of paramount importance in maintaining an enviable position in any organization. No organization can amount to anything or exist unless its workers are highly productive. Campbell (1999) viewed job performance as a goal-directed behavior under the individual's central control that supports organizational objectives, including physical behavior as well as mental processes leading to behaviours. © 2012 The Clute Institute Mullins (2005) argued that job performance of workers is dependent or determined by the extent to which the manager satisfies their expectations. Chandan (2000) asserted that job performance results with the interaction of three types of resources, which are physical, financial and human. However, physical and financial resources themselves do not result in productivity, but it happens only when the human element is introduced. Ikpeazu (1981) said that a conducive environment with adequate physical facilities, information services, motivation, and staff development correlates positively with workers' job performance. Rogers and Herting (1993) established a relationship between the worker's sex and absenteeism which has a great effect on performance of both female and male workers. Many reasons were adduced for this, one of them being the conflict that can be generated by special demands placed on women who work and who have families relying on them. Lawrence (1987) argued that managers often find older workers of either sex to be more reliable in job performance. Zoghi (2003) claimed that male workers may be less differential towards authority than women as men have higher expectations of success and may be more aggressive in their behavior at work if their desires appear to be unmet. They may also be disgruntled, unsatisfied and slack in job performance irrespective of their age and experience. He further acclaimed that women are likely to have a consistently higher rate of absenteeism than men due to their primary role of caring for children and taking them to school. Also, taking children for health services may affect women's job performance as they may not be available to perform their official assignment when they are away caring for their children, therefore leaving their job to suffer when not around.
PURPOSE OF THE STUDY
The purposes of this study are to examine the level of job performance of administrative staff in South West Nigerian universities as well as the effect of gender on their job performance.
RESEARCH QUESTIONS
What is the level of job performance of administrative staff in South West Nigerian universities?
NULL HYPOTHESIS
There is no significant difference in job performance between male and female administrative staff in South West Nigerian universities.
METHOD
A survey type descriptive research design was employed in the study. The population was 5,918 subjects which made up of all senior administrative staff in South West Nigerian universities. The sample consisted of 400 subjects selected from four universities -two federal and two state. A multi-stage sampling technique was used in selecting the sample for the study.
RESEARCH INSTRUMENT
The instrument used for data collection was a questionnaire titled Job Performance Questionnaire (JPQ). Both face and content validities of the instrument were ascertained by experts. The construct validity of the instrument was established and the correlation coefficient was 0.229. The reliability of the instrument was established using Crombach Alpha and a reliability coefficient of 0.916 was obtained.
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DATA ANALYSIS AND RESULT
Descriptive Analysis
What is the level of job performance of administrative staff? Table 1 shows that 79% of the respondents performed very high on the job while 20% performed very low. Table 1 shows that 79% of the respondents performed very high on the job while 20% performed very low. 
DISCUSSION
The study revealed that the level of job performance of administrative staff in South West Nigerian universities was very high, which might be a result of the quality, capability and ability demonstrated by the leaders. In other words, the Vice Chancellors in the various universities must have provided enough motivation for the workers and probably might have run a relationship-oriented type of leadership, or they might have balanced the needs of the organization with the those of the workers by providing incentives for the workers to do their work diligently and in a way that the organizational goals might be realized by equipping the workers with the resources, knowledge and skills necessary to do the expected job. It was evident in Table 2 that the frequency of workers' job performance was high with 239, which is about 79.4%.
The propelling force and determination of workers to put in their best might be due to the recognition accorded them by the leader at the instance of an exemplary performance or the contingent rewards of recognition and respect for the views of the workers. This fact agrees with Oldman (1976 and 1980) which asserted that incentives are prerequisites to job performance and achievement of a set goal in an organization. The study also shows that there is no significant difference in the job performance of male and female administrative staff. The reason for such uniformity in their job performance could be due to the same ability, capability, education and the level of intelligence possessed by both sexes to do any given task. It is most likely that the workers, both male and female, could have been exposed to a favourable condition in their work place, which could be an environment where there are no dangerous or unhealthy materials or having a spacious, convenient work environment with sufficient lightning and where there are adequate and sufficient materials to perform any given task. Rogers and Herting (1993) established a contrary view by establishing a relationship between personal variables and absenteeism in the workplace, such as sex. They further added that the result of most studies show women to have a higher rate of absenteeism than merit which has a greater effect on job performance. Lawrence (1987) found both sexes reliable in performance of their duties.
CONCLUSION
It was concluded from the findings that the job performance of administrative staff in South West Nigerian universities was high and that there was no significant difference in the job performance of male and female administrative staff.
